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ABSTRACT OF THESIS 
WORK LIFE BALANCE FOR AGRICULTURAL EDUCATORS IN KENTUCKY 
Research indicates that Kentucky agricultural educators are overworked and 
experience job related stress.  Balancing work and home can be a struggle and stress 
induces burnout and teacher attrition.  Shortages in the agriculture classroom could result 
in loss of agricultural education programs and negatively affect the profession.  The 
purpose of this study was to 1) describe the demographics of Kentucky high school 
agricultural educators; 2) describe the work and home life balance for Kentucky 
agricultural educators; 3) determine the level of job satisfaction among Kentucky 
agricultural educators; 4) determine the perceived busiest time of the school year for 
Kentucky agricultural educators.  The study was conducted on a census of the 2015-2016 
Kentucky agriculture teacher directory and the survey was distributed online.  Results 
indicate that agricultural educators work 52 hours per week, can balance work and home 
responsibilities with assistance from spouse/partner and experience job related stress on a 
regular basis.  It was concluded that Kentucky agricultural teachers are satisfied with 
their job, but stressed about meeting the needs of work and family balance based on 
barriers including FFA activities, nightly meetings, childcare and time with 
spouse/partner.  
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Chapter One: Introduction 
Background 
 “I am an agricultural educator by choice and not by chance.” is the first line of the 
National Association of Agricultural Educators Agriculture teacher’s creed. (NAAE, 
2015).   An agriculture teacher supports students that range in grade levels from fifth 
grade to postsecondary age and prepares students for a career in the agricultural industry.  
In Kentucky, agricultural teachers are a twelve month employees versus other core 
subject area teachers in the school system.  While core teachers are paid for teaching ten 
months of the year, agricultural teachers work and are paid for 12 months.  Agricultural 
teachers are stretched across a gamut of expectations that includes instruction in the 
classroom and laboratory, Supervised Agriculture Experiences (SAE), and serving as an 
advisor to the student organization that supports agricultural education called the 
National FFA Organization also referred to as the FFA.  
The three-circle model represents the full spectrum of expectations for 
agricultural teachers. (Figure 1.1) What the figure does not show is the time committed, 
money raised, money spent, professional development attended, paper work completed, 
clock hours spent in meetings, and family sacrifices made.  Instead, the chart illustrates 
how intense tasks are each day in classrooms for the betterment of public education.   
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Figure 1.1 School Based Agriculture Education Model 
 
 Agricultural education teachers have worked in the field of preparing high school 
students since 1917 (FFA Manual, 2015).  Beginning with male educators, farm boys 
across America were guided and inspired by their FFA advisors.  In 1969, females were 
invited to join the Future Farmers of America Club and as a result the organization 
needed women to teach agricultural classes as well (FFA Manual, 2015).  Since then, 
women have joined the agricultural teaching force and added a considerable amount of 
talent and motivation to the agricultural students that they shape each day.  27% of the 
agricultural teachers in America are female, which is just over the threshold of being 
considered a non-traditional job which is 25% or less.  (Kantrovich, 2007)   
Typically, women consider the job outlook for careers before jumping into an 
occupation or career path.  Women investigate that job and decide how the profession 
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will coincide with their personal needs or what their needs may be after marriage, 
children, etc. (Montgomery, 2009).  The level of women entering the agricultural 
education field could be less than the number of men due to the workload that the 
profession entails. (Kantrovich, 2007).  Baxter, Stephens, and Bacon (2011) studied four 
women that left the agricultural education field and found that several factors pushed 
them away from teaching agriculture.  These factors included: performance, sexism, 
resentment, stress, balancing family and work, and high burnout.   
Regardless of gender, teacher retention is important for the growth and success of 
agricultural education programs as well as for the students.  Consistency in the program 
increases achievement and high levels of teacher efficacy is positively related to content 
knowledge in the classroom. (Robinson & Edwards, 2012).   As teachers gain experience, 
their level of efficacy is increased as well.  (Robinson & Edwards, 2012).  Education 
loses teachers to retirement and vacating the profession each year and Agricultural 
Education has suffered a teacher shortage since 1965 (Kantrovich, 2007). 
Theoretical and Conceptual Framework 
Bandura’s Self-Efficacy Theory (1977) is used as the theoretical framework for 
this study. Research by Dr. Richard Ingersoll on the shortages and attrition for teachers in 
education is the conceptual framework. 
  Self-efficacy is referred to as the expectation a person has and includes the 
concerns as to whether or not the individual can properly perform tasks and take 
advantage of opportunities. (Robinson, 2012).  Teaching agriculture is a huge 
commitment and individuals debate whether they have the time and ability to complete 
all duties to their own satisfaction as well as fulfilling the expectations of the 
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administrative team, co-teachers, and the community while maintaining their role in their 
personal life.  A teacher’s self-efficacy is described as the ability to execute actions that 
accomplish a specific goal or learning target in the classroom. (Bandura, 1994).  Efforts 
to reach this goal are time consuming and emotionally draining until the action is 
completed.  Self-efficacy aids teachers in motivating success in the classroom and 
motivated teachers accomplish more in their endeavors. 
Bandura (1994) describes four influences in individual self-efficacy.  Figure 1.2 
illustrates the four influences as described.  The four influences are mastery experiences, 
vicarious experiences, verbal feedback, and emotional feedback.  Mastery experiences 
are the most effective since these tasks have been successfully completed and the 
satisfaction of these experiences comes from intense preparation, not quick and simple 
procedures.  The more time invested, the greater the self-efficacy for the teacher once the 
task or activity is completed.   
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Self-Efficacy Judgments 
 
  
Figure1.2 Bandura’s Self-efficacy Theory diagram. 
Second, vicarious experiences stem from modeling from mentors with greater 
experience and/or authority.  Observations can increase self-efficacy and increase 
confidence in teachers.  Both positive and negative observations can prepare a new 
teacher in deciding upon classroom curriculum and procedures. 
Next, professional development opportunities give teachers the chance to 
converse with one another and learn from each other’s successes and shortfalls.  Sessions 
taught by peers are likely to increase self-efficacy between one another and the learning 
translates to student success in the classroom.  Often, agricultural teachers converse with 
one another to gain knowledge and exchange quality-teaching practices.  Since several 
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agricultural teachers have common course offerings, approaches in the classroom can 
easily be mirrored in the syllabi, scheduling of activities, and/or assessments.   
Emotional feedback is the fourth part of the Bandura’s self-efficacy theory.  This 
portion deals with reactions to situations and the level of self-efficacy determines the 
response.   Positive responses are most common from teachers that are efficacious and 
tend to cope with stress in a more productive fashion.  Negative responses result in high 
anxiety and tasks are approached as a threat rather than a challenge.   
Overall, teachers with high expectations lead to high frequency performances in 
the classroom and laboratory.  The four influences on self-efficacy manipulate the teacher 
overall in the level of self-esteem.  The workload for agricultural teachers is strenuous 
and the job is continuous with faculty meetings, lessons, grading, preparing for career 
development events (CDE’s), advising officers and members and maintaining laboratory 
facilities like greenhouses, school farms and agriculture shops.  The attraction to teaching 
agricultural education is decreasing, especially for mothers and finding a balance could 
encourage future females in the agriculture education field.   
As self-efficacy increases, work-life balance is likely to increase among 
agricultural teachers.  Seasoned teachers can spend time refining lessons and activities 
rather than creating new lessons, which is quite time-consuming and stressful.  
Experienced teachers are likely to teach similar classes from year to year and not have to 
re-create curriculum, but simply edit the lessons.  This can open up time for other 
obligations such as FFA events, grading, scheduling guests and spending time with 
friends and family.   
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Teacher attrition is connected to many issues in the education field.  Age and 
years of experience greatly influence the likelihood of an individual remaining in the 
teaching field.  Job satisfaction directly relates to the length of time an individual will 
spend in the classroom, especially when teachers have just entered the classroom because 
they do not have as much time invested towards retirement (Ingersoll, 2003).  Ingersoll 
reported that 40-50 percent of teachers will leave the traditional classroom setting within 
the first five years of teaching (Riggs, 2013).  Changes in the individual’s personal life 
can affect attrition as well, especially when considering women in education due to 
pregnancy and child rearing responsibilities (Tippens, 2003).  A man’s role in parenting 
has evolved as well.  It appears that fathers today are more hands on in child rearing 
compared to the role of fathers in generations past.   
Teacher shortages are affecting all grade levels and subjects in education, and 
agricultural education is in the hot seat as well.   Walker, Garton and Kitchel (2004) listed 
various ways that retention has been supported including student loan forgiveness, 
scholarships, tuition reimbursements, emergency certifications, and bringing back retired 
agriculture teachers.  While researching teacher shortages, it is worth considering 
“whether the problem is a problem of recruitment or a problem of retention” (Walker et 
al, 2004, p.28). 
Job satisfaction can depend on several factors.  Salary, working conditions, family 
and employment factors define a teacher’s level of job satisfaction in a positive or 
negative manner.  The level of satisfaction at work can lead to the decision to either 
remain in the agricultural education field or seek alternative employment.  Figure 1.3 is 
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designed by Tippen (2003) and illustrates various factors in job satisfaction that lead to 
teacher retention in agricultural education.   
 
Figure 1.3 Model illustrating the foundation of teacher attrition in agricultural education. 
 As the diagram illustrates, job satisfaction is the main factor in retaining 
agricultural education teachers.  Outside of job satisfaction, salary, working conditions, 
family and personal factors, and employment factors contribute to the level of happiness 
in the workplace.   
Purpose of this Study 
 The purpose of this study is to develop an understanding of how agricultural 
educators in Kentucky balance work and home.   Job satisfaction is considered by all 
teachers in agricultural education in Kentucky.  Also, the study’s purpose is to describe 
the level of self-efficacy when comparing amount of time spent away from home and 
away from work obligations.  The following objectives help guide the study: 
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1. Describe the demographics of Kentucky high school agricultural educators. 
2. Describe the work and home life balance for Kentucky agricultural educators. 
3. Determine the level of job satisfaction among Kentucky agricultural educators. 
4. Determine the perceived busiest time of the school year for Kentucky agricultural 
educators. 
Definitions 
Self-efficacy- teachers’ beliefs in their abilities to organize and execute courses of action 
necessary to bring desired results (Bandura, 1994) 
Job Satisfaction- whether or not an individual is happy or content within their job or job 
setting 
Teacher retention- individuals remaining in the classroom until retirement or other 
natural causes 
Teacher attrition- individuals choosing to leave a position for one year or more 
Work-life balance- the concept of prioritizing needs for an individual in the home and at 
work 
Supervised Agricultural Experience- SAE programs involve hands on experience in an 
area of agriculture that reflects the students’ career goals and interests. (National FFA, 
2008).  Examples include, but are not limited to: working at an agriculture business, 
researching agriculture concepts, owning an agriculture related business or 
home/farm/land improvement projects.  
Agricultural Educator- “an educator who has responsibility for teaching agricultural and 
natural resources courses/ curricula in schools and community colleges” (Hainline, 2014, 
p. 11). 
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Career Development Event (CDE)- a contest that cover job skills in events that range 
from communication or speaking skills to hands on assessments that cover mechanics or 
floral design.  Students may compete individually or as a team during various events.   
The National FFA Organization- a youth organization that promotes agricultural 
education focusing on premier leadership, personal growth, and career success.   
Extended day calendar (Calendar Contract)- a teacher contract that requires 240 days of 
the school year compared to 185 days that most school contracts require for other content 
teachers such as math, science and social studies. 
Limitations  
 This information represents the state of Kentucky and is not intended to 
characterize agricultural educators on a national level. The survey was distributed to all 
248 agricultural educators in Kentucky.  A limitation of this study is the fact that the 
researcher distributed the survey and a majority of responses may be from central 
Kentucky, specifically the Bluegrass Region, due to the fact that they were familiar with 
the researcher and felt obligated to participate.   
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Chapter Two: Review of Literature 
Introduction  
 Chapter one defines the purpose of this research study which is to identify 
agricultural educators in Kentucky and develop an understanding of their process for 
balancing work and home.  Job satisfaction is considered in conjunction with the busiest 
time of the school year for agricultural teachers in Kentucky.  The study is based on the 
following objectives: 
1. Describe the demographics of Kentucky high school agricultural educators. 
2. Describe the work and home life balance for Kentucky agricultural educators. 
3. Determine the level of job satisfaction among Kentucky agricultural educators. 
4. Determine the perceived busiest time of the school year for Kentucky agricultural 
educators. 
 Information gathered from various studies based on work-life balance, job 
satisfaction and self-efficacy have been included in the review of literature in Chapter 
two.  This review of literature will summarize the theories of studies and identify ways 
for agricultural teachers in Kentucky to balance work and home life.   
Theoretical Framework 
 Theories supporting this study include Albert Bandura’s (1977) Self-efficacy 
Theory and Richard Ingersoll’s (2003) research behind job satisfaction among teachers 
and teacher attrition and shortages.   
Self-efficacy is the ability to properly organize and execute courses of action and 
these expectations stem from both the individual and outside sources such as co-workers, 
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administrators, and supervisors.  (Robinson, 2012).  Self-efficacy is considered when 
researching job satisfaction among agricultural teachers and whether or not self-efficacy 
impacts work life balance for teachers that juggle a stressful work load and still have 
responsibilities at home.   
The conceptual framework of this study is based on Ingersoll’s work on job 
satisfaction and connecting teacher attrition and retention.  46% of teachers leave the 
classroom within their first five years of teaching (Ingersoll, 2003).  Schools are suffering 
from teacher shortages and Ingersoll recommends mentoring programs and regular 
contact with administrators to significantly reduce attrition for new teachers. The reasons 
teachers are leaving the career field are largely due to stress and the inability to balance 
work in the classroom and maintain life at home.  (Riggs, 2013).  
Teacher retention in General Education 
 Riggs (2013) is the author of a powerful magazine article on Richard Ingersoll’s 
philosophy on teacher attrition and retention which provides facts and figures on teacher 
attrition.  40-50% of teachers will leave the classroom within five years of starting to 
teach.  40% of undergraduate degree holders never even enter the classroom to use their 
degree.  Reasons for leaving the classroom include personal reasons and stress and work-
life balance issues.  The level of standards is high for the pay and for the treatment that 
teachers get due to low functioning students and test scores.  Ingersoll states that “it was 
painfully obvious that teaching is not a sustainable job” (p. 3).  Working conditions are 
more important to teachers than salaries.  Administrative support is another big incentive 
for teachers.  (Riggs, 2013) 
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 Richard Ingersoll (2003) claims that education is failing in the nation due to the 
fact that schools are not staffed with adequately qualified teachers.  Instead of staying in 
the career until retirement, teachers are finding other jobs with more job satisfaction.  For 
college graduates who decide to enter the education field, Ingersoll recommends that 
young teachers have a mentor and regular support from an administrator to increase 
retention.  Teachers who originally planned to go into the classroom tend to stay for the 
long haul versus teachers who enter mid-career.  “Respected, well-paid lines of work do 
not have shortages,” says Ingersoll (p. 20).  Teaching is not attractive and if the 
profession gets better, the best teachers will enter the profession and stay. (Ingersoll, 
2003) 
 Montgomery (2009) analyzes the demographics of Kentucky women in education 
to determine if there are characteristics that set them apart from others based on age, level 
of education, responsibilities and motherhood.   The study strives to find a trend in the 
women and how they choose their careers, including agricultural education.  Before 
committing to a job or career, women research probable results to determine if they are 
able to fulfill commitments and responsibilities based on the lifestyle they are interested 
in living.  (Montgomery, 2009). 
 The study provides useful information on all women in the educational field.  But 
fails to consider the consequences of specific demands of agricultural educators such as 
those of a normal teacher contract and does not include the various responsibilities with 
extended days, advising a student organization, maintaining facilities such as a 
greenhouse or school farm, and traveling with students throughout the school year. 
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Teacher retention in Agricultural Education 
 Teacher retention is commonly brought up in the agricultural education family.  
Kantrovich’s 2007 national study conducted by researchers over thirty years is a great 
resource to use when studying agriculture education and teacher retention.   The study 
provides clear data by state, gender, and age.  Supply and demand for agriculture 
education is assisted by University Supervisors of Agricultural Education (Supply) and 
State directors for agricultural education (Demand).  According to research, agriculture 
has suffered a teacher shortage since 1965.  Many positions go unfilled or emergency 
certified teachers are employed, who may not be prepared to get the job done correctly.  
In 2006, the nation was short 78 teachers to fill all open positions.  Plenty of people 
graduated with the degree to do so, but many chose a different path.  Females represented 
the majority of new teachers at 472 versus males at 436.  However, only 27% of all 
agricultural teachers are female.  Kentucky had 250 positions in 2006, 15 of which are 
new hires and there are five universities that certify new teachers (Eastern Kentucky 
University, Morehead State University, Murray, University of Kentucky, Western 
Kentucky University).  200 of Kentucky teachers are male and 50 are female. 
(Kantrovich, 2007). 
 Tippens studied factors contributing to teacher attrition in Georgia.  Key 
components were low job satisfaction, teacher burn out, and poor working conditions.  
The teacher shortage surprisingly affects agricultural education and Tippens explored 
attrition in Georgia based on job satisfaction.  Ingersoll’s reasons behind teacher attrition 
are used as a framework and the survey explores reasons behind lack of job satisfaction, 
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especially focusing on working conditions.  Her figure on page 5 is very useful and maps 
out the relationship between job satisfaction and teacher retention.   
 
Figure 2.1. Model illustrating the foundation of teacher attrition in agricultural education. 
 Tippens announced that not only are teachers leaving before retirement age, they 
are not even entering the career after college.  In Georgia, the teachers who have entered 
the education field seem to be happy with their job and do not plan on leaving.  New 
research needs to explore how to avoid attrition. 
 Crutchfield (2013) addresses teacher shortages and researches factors that keep 
teachers in positions by exploring levels of work engagement, work-life balance, 
occupational commitment and personal factors.  She finds that the higher the level of 
self-efficacy, the longer the individual is likely to stay in the agricultural education 
position.  A connection is made between self-efficacy and job satisfaction and teacher 
retention. (Crutchfield, 2013). 
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  Prior researchers suggest expanding future studies to include students, subject 
matter and social influences. Furthermore, there is a need to increase the awareness of 
work interference with family for incoming teachers so that qualified individuals will be 
fully informed when they choose to enter school systems and happily remain the 
classroom. 
Self-Efficacy 
Self-efficacy is the perceived ability to perform a task or expectation and is based on 
motivation, performance and emotion.  Self-efficacy is influenced by experience and 
feedback from others and these experiences and can be positive or negative, but self-
efficacy will increase at a faster rate with positive experiences.    This contributes to 
cognitive performance on many levels from students who must regulate their own 
learning and skills needed for various activities and levels of motivation to teachers who 
promote learning and create an atmosphere that is suitable for all types of students.  Both 
groups achieve academic learning at different levels and a high level of self-efficacy 
results in more production and achievement.  (Bandura, 1994) 
Jamil’s 2012 study on teacher efficacy highlights the need for teacher retention and 
uses self-efficacy as a tool for teachers to withstand the stresses of public education.  
Self-efficacy is considered a trait that is portrayed during various situations versus a 
constant state of being, so Jamil studies pre service teachers in the classroom.    
Since retention is especially important among new teachers, her study looks at pre-
service teachers in their final year at the post-secondary level.   45.3% of the students 
were training to become elementary level teachers and the remainder were seeking 
employment in secondary grade levels.   She measured her data based on personality, 
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demographics and beliefs about children.  She found that a pre-service teacher with 
positive attitudes and outlooks generally scored high on the level of self-efficacy.  
However, her research did not support the proposition that teachers who mastered their 
field experience automatically had high levels of self-efficacy in the classroom.  (Jamil, 
2012). 
Evers, Gerrichhauzen, and Tomic (2000) researched the prevention of teacher 
burnout in secondary school settings using the self-efficacy theory.  They proposed that 
teacher burnout is a result of classroom management skills and the teacher’s perception 
of being able to control a class.  The objectives in the study included student 
behavior/behavior management, classroom management skills, self-efficacy skills, 
management of social interactions, classroom discipline, and burnout due to lack of 
discipline.   Recommendations for decreasing or eliminating burnout and increasing self-
efficacy in the classroom included sources of experiences, modeling, and an intervention 
program for teachers struggling with burnout to receive peer/supervisor support. 
Teacher efficacy in agricultural education 
Blackburn (2008) researched how teacher shortages are impacting agricultural 
education in a negative fashion and how the attrition of teachers parallels the shortage of 
teacher self-efficacy.  Using Bandura’s framework, teacher performance depends on the 
individual’s confidence on the subject or task at hand.  Demographics of the agricultural 
teachers, self-efficacy, job satisfaction and the relationship between each are explored 
using Kentucky agricultural educators with six years or less experience in the classroom.  
Job satisfaction was determined using the Brayfield-Roth index (1951) as modified by 
Warner (1973).  Blackburn found that most early agricultural teachers are less than 30 
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years old and the more experienced subjects had higher self-efficacy.  There was a slight 
decrease in job satisfaction in year three and four.  In general, a high level of self-efficacy 
resulted in a high level of job satisfaction.  (Blackburn, 2008). 
 Blackburn and Robinson studied early career agricultural teachers in Kentucky in 
2008 looking for trends in self-efficacy and job satisfaction.  Eighty teachers were 
contacted and 68 of the sample responded.  Robinson and Edwards expressed the need 
for quality educators in the field of agricultural education.  A teacher shortage in the 
United States has triggered their study to look at the self-efficacy of first year teachers at 
the beginning and end of their first school year. The researchers analyzed data in three 
groups of age categories to determine if there is a dip in job satisfaction in the first seven 
years of teaching agriculture in Kentucky.  42.6% of the respondents were women, which 
may prove that the number of females in the field are increasing.   The study showed that 
a confident teacher is likely to approach tasks as a challenge versus a menace.  The study 
also compared traditionally certified teachers (CT) and alternatively certified teachers 
(AT).   
 Robinson is a skilled researcher who has a vested interest in teacher self-efficacy 
and keeping agricultural teachers in positions to serve the agricultural youth.  The 
limitations of this study include the fact that attrition is not solved based on self-efficacy.  
The author addresses this and recommends ways to support young agricultural teachers at 
the beginning of their career in hopes of keeping staff members employed for more than 
three to five years.  These recommendations include prolonged professional development, 
peer observation and teacher accountability through observations performed by an 
administrator.  It is recommended by the authors that a longitudinal study will benefit 
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research purposes and that surveying the teachers that left the field would give more 
information on teacher attrition. (Robinson, 2012). 
 Ricketts, Stone, and Adams surveyed women in Georgia seeking an answer to the 
fact that 43% of new teachers are female, but only 22% of all agricultural teachers in 
Georgia are female.  Self-efficacy was studied to determine if women are not satisfied 
with their employment and choose another career after a few years of experience.  The 
study found the teachers working a bit over 40 hours each week, but averaged over 20 
hours per week to maintain their home and family responsibilities.  Recommendations 
include publishing the study as a recruitment tool for Georgia agricultural education 
programs.  Ricketts recommends that female agricultural teachers seek out volunteers and 
community resources to allow more time for balancing home and work since females 
claimed that their responsibilities at home require 23 hours per week (Ricketts 20006). 
Work Life Balance 
Work life balance is the need to prioritize jobs, duties or responsibilities at home and 
work. Often times the job and home life overlap and results in stress and burnout for 
individuals that must spend a considerate amount of time at each endeavor.  Time 
management becomes very important and the calendar year may be considered when 
determining busy times of the year.  Marriage, children and specific job expectations for 
careers are considered when looking into work-life balance.  Spouses that work long 
hours outside the home make a significant difference on balancing careers with family 
obligations versus families that have flexible or minimal hours at their place of 
employment.   
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Work-life Balance in general education 
 Froese-Germaine’s 2014 study focuses on work-life balance in Canadian teaching 
profession.  The objectives of the study included identification of sources of stress in the 
work place and factors that can improve work-life balance for teachers.  The study found 
that the reduction in class size and student to teacher ratio decreased the amount of stress 
in the classroom and increased the amount of time teachers have to prepare for their 
classes.  Other conclusions were to provide support for teachers with students with 
special needs and to decrease administrative demands that include extra supervision and 
unnecessary paperwork.  General education teachers have similar job stressors as 
agricultural educators when dealing with the conclusion mentioned and feel the need to 
improve work-life balance in order to maintain momentum in the classroom to avoid 
burnout. 
Work-life balance in agricultural education 
 Foster's 2001 qualitative study investigates women in agricultural education and 
the choices made to meet the needs of a desired work-life balance.  Women are 
responsible for the joys and pains of motherhood that include carrying, birthing and 
providing care and teaching the basic life skills to their offspring.  Men are loving parents 
as well, but most of the responsibility falls on the mother for care giving and nurturing, 
especially at a young age.   The study seeks evidence of differences in challenges 
between male and female agriculture teachers.  Legislation such as the Equal Pay Act and 
Title IX has made some changes easier, but work demands and expectations continue to 
haunt women and how they choose career pathways.   Often, women enter the workforce, 
but choose to take a leave of absence for the first few years of their children’s life, likely 
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until they go to elementary school.  Major issues discovered are: women choosing not to 
have a family, guilt, leaving positions, balancing act, single mom issues, spousal support 
and quality time for family. 
 Murray and Flowers (2010) emphasize that balancing a career and a family is a 
challenge.  There are careers that make the task easier, but agricultural education is not 
known for doing so due to the high demands and strenuous work both physically and 
emotionally.  A single teacher can choose what to do with their free time, but a married 
teacher with children is stretched several different ways to maintain a home and family as 
well as keeping up at work.   
 The Murray and Flowers study looks at the duties at school and home using a 
descriptive survey.  Interestingly, the study also looks at males and females and compares 
the issue of women that must juggle a heavy workload and maintain her home and 
family.  An agricultural teacher’s workload exceeds forty hours a week and the authors 
recommend ways to keep teachers in the field rather than leaving the profession which 
include increasing self-efficacy by teaching subjects that the educator is familiar with, 
time management skills and decreasing work load that is unnecessary such as required 
lesson plans and lengthy faculty meetings.  The survey instrument for the Murray & 
Flowers study is used in this framework. 
 Baxter, Stephens and Bacon (2011) studied four women in agricultural education 
to determine reasons women are not joining in the career of agricultural education like 
female agriculture students.  There are several themes that arise including performance, 
sexism, resentment, stress, balancing family and work and high burnout.  The qualitative 
study includes quotes and explanations on various topics that conclusions were formed 
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from (Baxter, Stephens, Bacon, 2011). The limitations of the study include the low 
number of individuals interviewed since there are only four women studied and a larger 
sample of women in agricultural education may provide support for these initial findings.     
 Sorenson and McKim (2014) investigate work-life balance and job satisfaction 
along with work commitment in the agricultural education field to determine how 
teachers manage all responsibilities and continue to maintain job satisfaction and 
commitment to careers.  Agricultural educators are given more jobs each year rather than 
loads being lightened and stress continues to build.  Job satisfaction will continue to 
decrease and burn-out occurs in the work place.   
The study found new teachers were satisfied with their role as an agriculture 
instructor, but were not happy with the demands and reported family issues were the 
main reasons they sought out other employment.   The authors mentioned that women 
struggled to meet the needs of all their responsibilities at home and work.  Women and 
men were not divided based on variables, but the differences in responses may be based 
on the fact women feel they carry the most burden when it comes to child rearing.   
 Hainline’s 2014 quantitative study on agricultural educators in Texas examines 
the family and career balance using Kathryn Murray’s instrument from North Carolina 
State.  Hainline announces that the key to balance is a supportive spouse and teaching 
partners.  Supportive administration is also very important.  Stress is derived from lack of 
time, work overload and the amount of paperwork required.   
 Women in agricultural education changes statistics based on the number of 
responsibilities a woman and mother has at home, that takes time away from her career.  
Hainline recommends a mentoring system to reduce stress and work overload. 
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Walker, Garton and Kitchel (2004) studied the shortages and demands for 
agriculture teachers in Missouri.  They categorize three different groups labeled the 
“stayers,” “movers,” and “leavers.”  The research determines job satisfaction among 
those who are still in a position, have moved to another school/district or those that left 
the profession altogether.   
Lack of administrative support was the most frequent negative answer while 
several others touched on personal reasons such as family.  “Leavers” enjoyed working 
with the FFA and fundraising so their choice of leaving the profession may simply be that 
they were seeking a vocation that met those needs versus teaching in the classroom.  
Many post-secondary degree obtainers want to be an FFA advisor, but are not interested 
at all in all the other responsibilities that are required in agricultural education. 
Conclusion 
Kentucky agricultural educators are torn between managing a busy work schedule 
and fulfilling obligations at home.  Teachers work in excess of fifty hours per week and 
more than 20 hours per week on home responsibilities.  This study is designed to 
determine the busiest times of the year and find ways to maintain job satisfaction and 
retention in the agricultural education classroom.  The profession can use the data 
collected and use the recommendations to establish a work-life balance that speaks to 
both career and family. 
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Chapter Three: Methodology 
Introduction 
The purpose of this study is to determine the busiest time of the year along with 
work and home life balance and determine the demographics of agricultural teachers in 
Kentucky.  Teacher self-efficacy is the theory and the study examines home and work life 
balance and confidence in the classroom setting for agricultural educators.   
Study Design 
 The design for this study is descriptive exploratory.  This design was chosen 
based on the observations of the researcher about professionals in agricultural education 
and an interest in finding out more about backgrounds and balances from work and home.  
The survey instrument encourages additional information from research participants that 
can be examined to inform teachers in agricultural education and provide awareness to all 
parties involved at the secondary and post secondary level.  Quantitative information is 
conclusive to the study and reveals a thorough answer to objectives.  The study has been 
approved by the IRB and this is included in Appendix D. 
Study Population 
The population for this thesis consists of all agricultural educators in Kentucky 
who were employed by August 1, 2015 and are on an extended contract, which may vary.  
In Kentucky, teachers are on a 185-day contract.  Agricultural educators have an 
extended contract consists of twelve months (KRS 157.360 (12)(a)), but exceptions to 
this could be part time teachers or agriculture teachers at a middle school.  The extended 
days are used for various supervisions including SAE, FFA and facility maintenance.  
The population was determined by the 2015-2016 Directory of Kentucky Agricultural 
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Teachers provided by the State Agricultural Education Consultant.  Student teachers, 
teacher educators, or young farmer teachers were not included in the study’s population.  
Teachers that do not receive extended days were removed since they will not have the 
same perception of work and home life balance given they are not working additional 
hours or days.  Hence, the population for this study was 248 Kentucky agricultural 
teachers.  
Instrument 
The instrument (Appendix A) used for the study is derived from two surveys that 
have been combined to meet the needs of the research objectives.  The first portion of the 
instrument was developed by Murray and Flowers (2010).  The remaining questions in 
the instrument are used from Tippen’s 2003 study on teacher attrition.  The questions 
were administered through an internet survey sent from an email to increase participation, 
decrease mailing costs, and reduce time spent coding responses.  The instrument collects 
data that is descriptive exploratory.  Descriptive exploratory research is a mixture of 
quantitative and qualitative responses that are multiple choice and short answer.    The 
Dillman method was used and the initial email was sent on January 11, 2016.  Seven days 
later, on January 18, 2016 a reminder email was issued including a description of the 
content and a link to the survey.  The final contact was made to Kentucky agricultural 
teachers after three weeks on February 1, 2016.   
The Murray and Flowers 2010 survey instrument was validated for content at 
three universities by agricultural education professors and family life professors at North 
Carolina State University during a pilot study.  Determination of reliability was used by 
the test-retest approach.  The instrument was determined valid over time after issuing the 
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survey to thirty-five agricultural teachers in North Carolina and a total of 32 teachers 
completed the instrument.  Twenty-two agricultural educators completed the instrument 
initially, then eleven more after two reminders submitted by email.  Professors from 
North Carolina State University reviewed the instrument and a pilot study that included 
eleven agricultural educators verified reliability by using the test-retest approach.  The 
results were analyzed based on the responses from each and no significant difference was 
found and the instrument was determined to be reliable. 
Once the survey was validated, it was distributed to 287 agriculture teachers in the state 
of Georgia.   
The researcher combined two surveys.  Murray and Tippens were contacted via 
email and a request was made for each of their surveys.  Both parties gave permission for 
use of the survey. 
First, the Murray and Flowers survey was divided into six distinct sections.  The 
first nine questions are short answer and multiple choice questions that investigate the 
teacher’s agricultural education program and gives the researcher an insight into how 
many hours are invested into the program in a determined amount of time.  The next 
section consists of thirteen questions that are short answer, multiple choice and Likert 
scale questions that investigate personal questions dealing with family responsibilities, 
barriers, and challenges.  The information gathered here will determine specific areas of 
responsibilities at home that do not involve the career path in any manner.  Fourteen 
questions regarded demographics about the agricultural educator will determine groups 
depending on age, experience and backgrounds. The questions also refer to balancing the 
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career and family duties and give an insight into self-efficacy and how the educator 
juggles stress and confidence in their agriculture program.    
The second half of the survey investigates job satisfaction and teacher 
retention/attrition and asks four questions about the likelihood of the individual leaving 
the teaching profession in the future and then asks for the most likely reason to leave in 
the long run.  The fifth section asks a single question on reasons for leaving the 
profession to gain the respondents’ perspective on the primary cause of attrition.  Finally, 
a Likert scale set of thirty-five questions are asked based on job satisfaction indicators 
that were developed by Bennett in 2002.  The reliability for this section is .93 in 
Bennett’s study. (Tippens, 2010).  A final question was included that asked the 
participant to include any information that they felt should be considered in the study so 
that self-efficacy for Kentucky teachers in Agricultural Education could be analyzed 
while studying home and work life balance.   
Data Collection 
A cover letter, consent agreement, and survey instrument were mailed 
electronically to each of the agricultural educators in Kentucky for the 2015-2016 school 
year.  In the email, a link to the survey was included through Qualtrics.  The initial email 
was sent on January 11, 2018 An email was sent 7 days and 21 days after the initial 
survey was emailed to follow up for those that had not completed the questionnaire.  
Each email described the study and encouraged teachers to participate.  The consent form 
is reproduced in Appendix B and all subsequent emails are included in Appendices C. 
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Data Analysis 
The data were analyzed using Qualtrics which is an advanced tool used for 
research purposes.  The statistical analysis generated from the Qualtrics program will be 
used to determine the findings for each objective.  The findings will be compiled by 
researchers to include all agricultural educators in the state of Kentucky in order to 
understand and improve job satisfaction and work life balance. 
Limitations 
 The limitations of this study include the fact that a majority of the agricultural 
teachers in Kentucky did not respond and their data is not included.  This data may be 
from a centralized location such as the Bluegrass Region, since that is where the 
researcher is from and those teachers are more likely to respond.  Future studies could 
distribute the survey via state FFA staff to increase participation.  This is a pilot test for 
future studies that will include data from agricultural teachers in all states. 
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Chapter Four: Results 
The results of this study involve identifying the agricultural educators in 
Kentucky and developing an understanding for balancing work and home.  The following 
objectives guided the study: 1) describe the work and home life balance for Kentucky 
agricultural educators; 2) determine the level of job satisfaction between genders among 
Kentucky agricultural educators; 3) determine the perceived busiest time of the school 
year for Kentucky agricultural educators; 4) describe the demographics of Kentucky high 
school agricultural educators.  The data collected from the population will be based upon 
these objectives. 
 This study’s population consisted of Kentucky Agricultural Education teachers at 
the high school level (N= 248) and excluded student teachers, Young Farmer educators 
and middle school teachers.  The population was derived from the 2015-2016 Kentucky 
Agricultural Teacher Directory supplied by Matt Chaliff, Agricultural Education 
Consultant/ FFA Executive Secretary.  The survey instrument was distributed utilizing 
Qualtrics Survey Software.  The study had 87 useable responses for a response rate of 
35%.  
Objectives 
Objective 4: Determine the demographics of Kentucky high school agricultural 
educators.  The data collected from the population will be based upon these objectives. 
 The population of Kentucky agricultural teachers was made up of 58% (n=47) 
male educators and 42% (n= 34) female educators.   
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Table 4.1 Gender 
 f % 
Male 47 58% 
Female 34 42% 
 
Age 
 The average age of an agricultural educator in Kentucky is 35 years old.  42.5% 
of respondents were between 22 and 30 years old.  Nearly half of the population polled is 
thirty years old or younger.  In terms of teaching experience, a high percentage of 
respondents in the 0-5 year range were reported.  34.6% (n=28) of the population had five 
years or less experience in the classroom.  The lowest response rate came from teachers 
with 11-15 years of experience, which accounted for 8% of the population.  60.4% of 
agricultural teachers in Kentucky have 10 years of experience or less. Table 4.2 Age 
Age f % 
22-30 34 43 
31-40 22 28 
41-50 19 24 
51-59 4 1 
60+ 1 .01 
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Table 4.3 Number of Years Teaching Agriculture 
Years f % 
0-5 28 35 
6-10 21 25 
11-15 7 8 
16-20 13 16 
21+ 12 15 
 
Marriage  
The number of married agricultural teachers in Kentucky is 81% or n=66.  12% or 
n=10 of the population has never been married, 1% or n=1 of teachers are divorced and 
1% or n=1 of teachers are divorced and remarried.  4% or n=3 of the respondents 
clarified by response that they are engaged or divorced and dating.   
Children 
28% of teachers have two children.  33.3% of the teachers reported that they 
currently have no children, with 2 teachers indicating that they are currently expecting 
their first child.  One third of Kentucky’s agricultural teachers do not have children.   
Teaching Partners 
Nearly half of the respondents claimed to be in a department of two teachers 
(52.5%).  100% of respondents teach at the high school level, which consists of grades 9-
12, while some chose more than one option, since they teach a middle school class or a 
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rotation of middle school classes.  46% of teachers have six or more classes in a day and 
31% have a class load of five.  Numbers are comparable within male and female class 
loads.  Most males and females teach 5 or 6 classes per day. This is shown in Table 4.4 
below and the earlier Table 4.3. 
Table 4.4 Number of Agriculture Teachers in Department 
Agriculture Teachers  f % 
.7 1 1.25 
1 21 26.25 
1.5 2 2.50 
2 42 52.5 
2.5 1 1.25 
3 10 12.50 
4 1 1.25 
5 1 1.25 
6 4 5.00 
7 1 1.25 
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Extended Contracts 
 57.6% of Kentucky agricultural teachers verified that they work on a 240 
extended day contract while 13.75% of teachers work more than 240 days in a school 
year.  The remaining teachers work less than a 240-day contract.  Typically, agricultural 
teachers work 55 extended days compared to other teachers in school systems that work 
on a 185-day contract.   
Table 4.5 Number of days in Teaching Contract that included Extended Days 
Days Number 
<199 4 
200-215 2 
216-230 5 
231-245 64 
246+ 6 
 
Objective 2: Describe the work and home life balance for Kentucky agricultural 
educators 
Work and home life balance for Kentucky agricultural educators was investigated 
using the survey described.  The questions were broken up based on which objective they 
represented.  According to the data, agricultural educators in Kentucky work an average 
of 52.79 hours per week.  Teachers were surveyed on number of hours spent on specific 
teacher tasks per week and the topics included classroom/lab instruction, classroom/lab 
preparation, FFA activities, routine maintenance of facilities, monthly reports/paperwork, 
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SAE activities and “other”.  Instruction stands in the forefront as far as time invested on 
an hourly basis with 53% of total time computed.  Nearly 20% of a Kentucky agricultural 
teacher’s work load includes preparing lessons and labs and almost 12% of an educator’s 
time includes supervising FFA activities.  This is summarized in Table 4.6. 
Table 4.6 Descriptive Statistics 
Question: On average, how many hours a week do you spend in each of the following 
areas during the school year? 
Responses n M SD 
Classroom/Lab Instruction 87 29.5115 9.88744 
Classroom/Lab Preparation 87 9.9540 11.74725 
FFA Activities (include alumni activities, do not include 
livestock shows) 
87 6.4138 5.17946 
SAE Activities (visits, mentoring, paperwork, etc) 87 4.2471 6.34194 
Monthly reports and/or paperwork 87 3.7069 3.39849 
Routine maintenance of facilities 87 2.6954 2.82159 
Other (Please give number of hours and describe the area) 86 .8837 1.86874 
Valid N (listwise) 86   
 
 Supervised Agricultural Experience (SAE) visits are done throughout the year 
and agricultural teachers could choose “all that apply” so the percentages will not equal 
100%.  69% of teachers only conduct SAE visits in the summer, 65% conduct visits as 
needed, 60% of educators conduct visits on holidays and 12% of visits are on a schedule.  
85% of the facilities for agricultural education programs are maintained as needed versus 
in the summer or on a routine basis. This can be seen in Table 4.7. 
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Table 4.7 Frequency Table 
Responses f % 
I do not conduct SAE visits 87 100.0 
I conduct SAE visits as needed or requested 58 66.7 
I conduct SAE visits on school holidays 53 60.9 
I conduct SAE visits on a schedule (once a 
week, one Saturday a month, etc.) 
10 11.5 
I conduct SAE visits in the summer 60 69.0 
I conduct SAE visits during certain times of 
the year (i.e., right before livestock shows) 
22 25.3 
I conduct SAE visits - Other 12 13.8 
Total 87 100 
 
The number of classes taught by each teacher varies from two classes to six or 
more.  46% (N= 37) of teachers have 6 classes per day while 31% (N=25) teach 5 classes 
per day.  Three respondents chose “other” as an option and explained that they are on a 
Monday/Wednesday/Friday and Tuesday/Thursday rotation on work with trimesters with 
four classes each term. Table 4.8 shows the information that represents the number of 
classes taught. 
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Table 4.8 Class Load (per day) 
# Answer f % 
1 One Class 0 0 
2 Two Classes 1 1 
3 Three Classes 2 2 
4 Four Classes 13 16 
5 Five Classes 25 31 
6 Six or More Classes 37 46 
7 Other (specify please) 3 4 
 Total 81 100 
Other ( please specify) 
3 classes on M/W/F and 2 classes on T/TH 
I teach 6 periods a day/ I have 4 difference classes 
Trimesters 4 class/trimester 
 
Agricultural Educators in Kentucky work on an extended twelve-month calendar, 
which typically results in a 240-day contract, depending on the district’s decision to set a 
specific number of days (KRS 157.360, 2016).  64 teachers reported that their contract 
included 231-245 days in a contract while four teachers claimed a part time position with 
199 days or less.  Two respondents work 200-215 days, five teachers work 216-230 and 
six teachers work more than 246 contracted days per school year.  Table 4.9 represents 
this information. 
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Table 4.9 Number of Extended Days 
Category n % 
246 + 6 7.5 
231-245 64 80 
216-230 5 6.25 
200-215 2 2.5% 
<199 4 5 
n=80   
 
Extended days are available for agriculture teachers due to their busy schedules 
and expectations of supervising various activities outside of the regular school calendar.  
Teachers were asked to signify the number of days spend at the following activities: FFA 
Camp, professional development, SAE visits, Officer/leadership training events, CDE 
preparation, livestock shows Washington Leadership Conference (WLC), Facilities 
maintenance and were encouraged to list “other” events and activities along with the 
number of days per contract year invested.  An average of 15 days were spent on SAE 
visits, nearly 8 days on CDE preparation and 6 days for Professional Development.  
“Other” activities included State Convention, County Fair and serving on various 
agricultural boards.  Table4.5 illustrates the number of extended days reported by 
Kentucky agricultural educators. 
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Table 4.10 Days Spent in Summer 
Question: Approximately how many days are spent at each activity for your typical 
summer? 
Responses n M SD 
SAE Visits 83 14.7108 7.02180 
Career Development Event Preparation 83 7.7470 6.45216 
Facilities Maintenance 83 5.9518 5.85996 
Professional Development 83 5.6867 2.77149 
FFA Camp 83 4.8675 1.32307 
Livestock Shows 83 3.3253 3.26888 
Officer/Leadership Training/Retreats 83 2.8072 2.57785 
Other 83 1.6627 3.16335 
Washington Leadership Conference 82 .6463 1.86833 
Valid N  82   
 
Household responsibilities were examined and participants were given a series of 
tasks that are performed at home and asked to choose the percentage of responsibility that 
they claim.  While looking at the breakdown, educators claimed indoor tasks including 
grocery shopping as 55.7% of their responsibility and meal preparation was similar in 
percentages with 53.9% while house cleaning was 62.7% of the agricultural teacher’s 
responsibilities and laundry accounted for 52.6% of the average obligations.  Outdoor 
activities such as yard work were 63.6 % and farm work was 53.6%.  The tasks with the 
average lowest values included child care at 32.6%, child transportation at 32.2% and 
helping with homework at 23.5%.  Other responsibilities listed included bill paying, 
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vehicle maintenance, graduate work, and assistance with sick/elderly family.  Household 
responsibilities were not broken down by gender.  This can be seen below in Table 4.11. 
Table 4.11 Household Responsibilities 
Question: On average, what percentage of each household responsibility is yours? 
Responses n M SD 
Home Maintenance 83 65.8193 37.59675 
Yard Work 83 62.2048 40.53236 
House Cleaning 83 60.0482 111.23749 
Grocery Shopping 83 55.7108 38.23468 
Meal Preparation 83 53.7590 37.56802 
Farm Work 83 52.9277 42.94318 
Laundry 83 51.6867 39.84939 
Child Care 83 33.4096 32.25169 
Child Transportation 83 33.2289 34.67069 
Helping with Homework 81 22.9383 33.86272 
Other 82 5.6098 21.60804 
Valid N  80   
 
Agricultural teachers in Kentucky were surveyed on the amount of time their 
spouse works outside the home to shed light on responsibilities for home life balance.  
21% of the subjects had spouses that work less than forty hours per week.  Dual-career 
families that work full time, or 40 hours or more accounted for 70.8% or n=56.  Four 
respondents indicated they were not married, therefore had no data to provide for 
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spouses.  Table 4.12 illustrates the number of hours a spouse/partner works outside the 
home per week. 
Table 4.12 Hours per week spouse/partner works outside the home (n=79) 
Category n % 
40+ 56 70.88 
<40 19 24.05 
No spouse/partner 4 5.06 
 
Agricultural teachers work on an extended calendar, so vacationing may be tough 
to juggle with a busy summer, weekend and holiday schedules.  Participants were asked 
how many days of family vacation they take each year and data was collected in a range.  
11% or ten teachers claimed they take zero days of vacation.  Forty-six percent or 40 
agricultural teachers take 1-5 days of vacation and 30% or 26 teachers claim 6-10 days of 
vacation.  One teacher takes 11-15 vacation days and two teachers take 16-20 days of 
vacation.  Of Kentucky agricultural teachers surveyed, 63.3% take 5 days or less of 
vacation in a calendar year.  Work life balance may get in the way of vacationing for 
families.  Table 4.13 represents the number of days of vacation taken. 
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Table 4.13 Vacation Days Taken (n=79) 
Category f % 
16-20 2 2.53 
11-15 1 1.26 
6-10 26 32.91 
1-5 40 50.63 
0 10 12.65 
 
When asked the time of year vacations occur, 70% of the respondents claim 
summertime rather than 16% not vacationing at all, 25% on weekends and 25% during 
school holidays.  Nine respondents claim that they take vacations “other” times of the 
year and several listed spring and fall break. Table 4.14 represents this information. 
Table 4.14 Average hours contributing to family involvement and household 
responsibilities (n=79) 
Category n % 
51-60 6 7.59 
41-50 4 5.06 
31-40 18 22.78 
21-30 19 24.05 
11-20 17 21.51 
0-10 15 18.98 
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Family time and time spent on household responsibilities is important to 
investigate while considering work life balance.  The ranges are close in percentages with 
the highest percentage of 23% of teachers spending 21-30 hours at home.  This is almost 
half as much time spent at work since our average hours at school was 52.79 hours per 
week.  The amount of time spent with family is shown in Table 4.15. 
Table 4.15 Challenges to balancing career and family (n=72) 
Category f % 
FFA 34 41.66 
Time available  in the day/week/month 24 33.33 
Farm 22 30.55 
Classroom Responsibilities 21 29.16 
Children 20 27.77 
Community Expectations 13 18.05 
Spouse 12 16.66 
Paperwork 12 16.66 
Other 11 15.2 
Evening 8 11.11 
Travel 7 9.72 
 
Educators were asked to rank responsibilities as perceived barriers to fulfilling 
their job expectations and the highest average chosen was “other” with a mean score of 
5.60 due to the fact that farm responsibilities and general care for children were not 
listed.  The spouse/partner’s desire for couple time ranked second with an average score 
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of 4.55, then family time with a mean score of 4.43, spouses desire for family time at 
4.37, sick children and doctor appointments ranked fifth with a score of 3.59, then a tie at 
3.37 for responsibilities with children’s extra-curricular activities and meal preparation.  
Finally, the lowest ranking responsibility was caring for family members with 3.10.  
Table 4.16 represents this information.   
Table 4.16 Responsibilities as perceived barriers to fulfilling your job expectations  
# 
Responsibilities 
1-No 
Problem 
2 3 4 5 6 7 8 9 10- 
Impossible 
Total 
Responses M 
1 Sick 
Children/Doctor 
Appointments 
27 7 8 6 9 6 5 4 4 
2 78 3.76 
2 Children’s 
Extracurricular 
Activities 
27 6 12 2 12 3 8 4 0 
1 75 3.45 
3 Meal 
Preparation 
20 11 17 4 11 6 5 3 1 
0 78 3.44 
4 Poor Health of a 
Family Member 
34 10 7 1 10 2 5 8 1 
0 78 3.19 
5 Spouse/Partner 
Desire for 
Family Time 
15 6 12 1 18 6 7 8 4 
1 78 4.51 
6 Spouse/Partner 
Desire for 
Couple Time 
15 7 12 1 14 6 6 9 5 
3 78 4.67 
7 Extended 
Family Desire 
for Family 
Togetherness 
10 14 9 6 13 6 7 8 4 
2 79 4.54 
8 Other 2 0 1 0 1 1 1 2 1 2 11 6.18 
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Table 4.16 Responsibilities as perceived barriers to fulfilling your job expectations 
continued 
Other Responses 
 Taking care of my farm 
Need to be home at night/weekends with children 
School and district paperwork 
Sometimes I feel like my child is put on the bottom of the list compared to my job 
Sleep 
Upkeep of my family farm 
My children are young so for now there hasn’t been much of a barrier, but when they become 
more involved I would rate this much higher (prob. 8 or 9) 
Care for elderly parents 
Having my long distance students available and with transportation to do local SAE activities 
on our school farm 
  
Teachers in Kentucky were also asked to rank responsibilities perceived as 
barriers to family involvement and the number one answer chosen for barriers was 
“other” due to overnight trips, school farm and graduate classes with a mean score of 
6.71.  Long work days scored an average of 6.62 and the third highest average was night 
meetings/activities/CDE competitions with an average of 6.58.  The rest of the answer 
ranked as follows: 4) Excessive work responsibilities; 5) Fatigue from meeting work 
responsibilities; 6) Weekends away for FFA; 7) Inability to leave during the school day; 
and 8) taking home work to complete.  Information is provided in Table 4.12.  
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Teachers were asked to list barriers that challenged balancing career and family.  
The majority of the answers indicated that time away from family due to school/job 
expectations was a major barrier.  The top answer included juggling FFA activities such 
as CDE practices, recreation and meetings.  Other challenges listed dealt with missing 
time with children or missing their athletic events, house/farm work that had to be done 
and nightly meetings were the top issues addressed with challenges for balancing career 
and family.  
Kentucky agricultural educators were given the opportunity to share resources 
that helped balance career and family and 167 responses were recorded.  Several themes 
surfaced with the largest resource the teacher’s spouse, who accounted for 29% of the 
answers recorded.  The teacher indicated how their spouses understood and supported the 
demands of the job from their spouse that taught agricultural education.  33 respondents 
or 20% indicated that their family and friends were helpful in some shape or form 
whether it included support, childcare, farm labor, etc.  The third highest response 
included 31 responses or 18.5% that indicated that they had a great, understanding co-
teacher who made balancing career and family easier. Several respondents indicated that 
their co teacher was experienced and this experience was a great resource to them.  Other 
themes that were evident several times included great students/FFA members, other 
resources such as CASE, online communities, and planning and time management were 
helpful in balancing career and family. 
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Table 4.17 Resources that help balance career and family (n=73) 
Category f % 
Spouse 52 71.23 
Family 36 49.31 
Co. Teachers 34 46.57 
Students 13 17.80 
Planning/Time Management 8 10.95 
Ability to Include Family/Kids 8 10.95 
Other Resources 7 9.58 
Supportive Administration 5 6.84 
Experience 5 6.84 
Supportive School 3 4.10 
Location 3 4.10 
 
The instrument provided a space to list and explain any special circumstances that 
influence balancing career and family and 52 teachers chose to respond.  Building a new 
program was mentioned more than any other circumstance with caring for elderly or sick 
family as a close second in number of responses.  Other special conditions included 
children, farm work and simply being a new teacher.  Qualitative responses are included 
below:  
”Re-building a new ag program and creating new curriculum for new pathways 
and classes” 
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“Recruitment is a huge amount of what I do. If we don't recruit, the students go to 
other schools and we won't have students in our classrooms. I also was helping out daily 
with a family member who was in very poor health before she passed and that was 
extremely difficult to try to balance. My family thought I should be doing more but I was 
losing traction in my career and not teaching as well as I could have. We have also been 
trying to build up our ag program and save it from destruction. Now that it's safe, we are 
trying to improve the facilities and there is a lot of work involved in just starting the 
conversations on that.” 
 “My father is 82 and I am his Power of Attorney, I gently watch over his 
shoulder and assist when needed. My AG-ED program is new, now 6.5 years old. I've 
had the great privilege of building this program from the ground up. We have access to 
assets at [school name] which have assisted me in building a great program. Negatives: 
I'm a single AG-ED teacher program. My administrators have rolled over several times 
already. That has made the most difficulty in my program. Only the Principal who hired 
me had any knowledge of agriculture. Our new folks are without any knowledge on 
agriculture and therefore they sometimes have unrealistic ideas or notions on how things 
should be or more importantly how we rank them in the order of importance. This 
happens without them even realizing they're doing it.” 
“Building an Ag Ed program from scratch.  Started the program in 2013” 
“I started this ag program and the administration had little experience with other 
quality ag programs. I feel like less is expected of me from an administration perspective 
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so I am actually able to avoid some of the extra things that I think a lot of other ag 
teachers have to do because "it's what always been done."” 
“We have no family in [county]. Our family is 45 minutes away so we rely on 
students for hired labor” 
“The program I am in now is in a rebuilding phase. I feel I have spent so much 
extra time rebuilding and am just now getting to the point where my officers understand 
how to help and the point where the community sees value in the ag program. Also, I am 
only in my second year of teaching, so I am still adjusting to teaching. I am working on 
my Master's, which contributes to feeling like I cannot balance home and work life.” 
“Caring for elderly family member has made it impossible to complete all 
responsibilities for work and farm.  Have basically been in survival mode since Feb 
2015” 
“Building a new agricultural education program with no assistance from my co-
teacher.” 
Agricultural teachers were asked to rate their perceived ability to balance career 
with family and 69% of the respondents claim that they can usually balance, but it is 
difficult at times.  23% of respondents indicated that balancing career with family is 
always difficult and 6% feel like they can almost always balance work and home. 
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Table 4.18 What is your perceived ability to balance career with family?  
# Answer f % 
1 Can balance almost always 5 6 
2 Can usually balance, but it is difficult at times 56 69 
3 Always difficult to balance 19 23 
4 Impossible to balance 1 1 
 Total 81 100 
 
At the end of the survey, surveyors were given the option to provide additional 
comments or information that they felt were applicable to this study.  Collections of 
responses are included below and are available to consider points of interest based on the 
study. 
“I have found that balancing Ag teaching/FFA with family life has been a major 
struggle for me especially after having young kids. I have decided to cut back on the 
activities and work related things to spend more time and energy with my family which is 
the most important thing.” 
“I still feel strongly about education as my career choice. I do however feel 
frustrated when an administrator works 10 hours less per week, 20 days less per year, and 
still makes more than I do. When my kids are at an age to be more active I don't know 
how both of us will remain ag. teachers. For these reasons I may strongly consider 
leaving teaching in the next 3-5 years. I LOVE teaching but I love time with my family 
more and if I can work 20 less days per year and make more $ doing so, then that's 
something I'm going to consider.” 
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“I have a lot of work to do with work/family life balance. Each year our program 
has grown so each year there have been more job responsibilities for me (and I’m unsure 
of the chances of growing our program to two people). I worry about my ability to 
balance both going forward especially as my children come into the age of school, sports, 
and other activities. In five years, I don't know if I can do my job as well as I am now for 
that reason.” 
“Great questions concerning months chosen for marriage and births. I would love 
to see a "stress-rating" for each month of the year. When are Ag. Teachers most stressed? 
Why? Is there a correlation to greenhouse teachers being stressed year round? Great 
survey and I hope you get lots of input!” 
“Ag teachers need more help (multi teacher departments should be required). I 
worked for 21 years in a two teacher department with a very dynamic program with 
diverse participation in multiple areas. I now have worked 5 years as a single teacher and 
our program is a shell of what it was in the past. We lost the 2nd teacher due to ROTC 
and they are required to have 2 teachers. Their enrollment for this year is 47 students total 
(for 2 teachers) and ag enrollment is 181 students total and 106 FFA members (for 1 
teacher).” 
“I love my job as an agriculture teacher. I wouldn't consider teaching any other 
subject. The only other job I like is farming but income from that is not as reliable as 
being an agriculture teacher.” 
“I am teaching in the Ag Position of my old Ag Teacher. I am teaching in the 
same classroom I took my Ag classes in. This program did so much for me and I want it 
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to do for my students as it has for me. I plan and teach myself to death. My co-teacher 
does the same. We are ambitious, driven, heart-felt Ag teachers that work hard and never 
get a "pat on the back" from our community, school, or administration. Our students 
appreciate us more than any other group and that is why I still teach. It is getting harder 
everyday with such lack of support. In my opinion, an Ag Program has to have the 
support from the guidance department, administrators, and school district, to be 
successful and for recognition to be received.” 
When analyzing the stress levels associated with balancing career and family, 81 
responses were given and 36% of the responses indicated that teachers in Kentucky face 
stress on a monthly basis, while 26% feel stressed occasionally (infrequent or on an 
irregular basis).  26% of the respondents feel stressed on a weekly basis while 10% of the 
participants are stressed daily. 
Table 4.19 What is your perceived stress level with balancing career and family? 
# Answer f % 
1 No stress 2 2 
2 Occasional Stress (infrequent or on an irregular basis) 21 26 
3 Monthly Stress (every month I experience stress 
associated with career and family balance) 
29 36 
4 Weekly Stress 21 26 
5 Daily Stress 8 10 
 Total 81 100 
 
 
52 
Approximately 62% of teachers claim that their spouse says their ability to 
balance career and family is difficult at times and 25% say their spouse would claim that 
balancing family and career is always a struggle.  Table 4.20 shows the perceived ability 
to balance career with family as well as the spouse’s viewpoint on balancing career and 
family. Table 4.20 represents this information. 
Table 4.20 What would your spouse/partner say about your ability to balance career and 
family? 
# Answer f % 
1 No problem 9 11 
2 Difficult at times 50 62 
3 Always a struggle 20 25 
4 Impossible 2 2 
 Total 81 100 
 
Children were listed as barriers for lack of work balance and indicated as stressors 
for being at work so often.  Research participants were asked to choose their situation 
with assistance for childcare from extended families and 63 answers were given.  47 
responses indicated that 79% of Kentucky agricultural teachers have family that helps in 
some form or fashion while 16 or 22% of teachers have zero assistance. 
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Table 4.21 Which of the following best describes your situation when referring to 
assistance with childcare from extended family members for activities that go on beyond 
the school day (for example: parents, grandparents, siblings, etc.) 
# Answer f % 
1 I do not have family to assist with childcare 14 22 
2 My family helps occasionally with childcare 19 30 
3 I can usually rely on family to help with childcare 14 22 
4 I can always rely on family to help with childcare 16 25 
 Total 63 100 
 
Objective 3: Determine if there is job satisfaction among Kentucky agricultural 
educators. 
 Agricultural educators in Kentucky were asked to respond to 4 questions based on 
their likelihood of staying in the education profession.  The scale consisted of choices 
from “Very Unlikely, Somewhat Unlikely, Undecided, Somewhat Likely and Very 
Likely” and were ranked in the following order based on responses.  Teachers surveyed 
are most likely to leave the profession in the next 5-10 years with a mean score of 2.56.  
The next highest score is an average of 2.38 indicating that teachers will leave when they 
have at least 25 years of service and the third highest score was teachers likely to leave in 
the next five years at 2.26.  The lowest average score stated that there was an average 
score of 1.53 that teachers are likely to leave the profession briefly and then return in the 
next ten years.  The mean and standard deviation are given in Table 4.22. 
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Table 4.22 Question: Time period each respondent indicates they will leave the 
profession.  
# 
Question 
Very 
Unlikely 
Somewhat 
Unlikely 
Undecided Somewhat 
Likely 
Very 
Likely 
Total 
Responses 
1 5 years 41 
(51%) 
9 
(11.5%) 
10 
(12.5%) 
 8 
(10%) 
12 
(15%) 
80 
2 5-10 years 31 
(40%) 
10 
(13%) 
9 
(11%) 
16 
(21%) 
11 
(14%) 
77 
3 When I have at least 
25 years of service 
for early retirement 
incentives 
30 
(40.5%) 
14 
(19%) 
12 
(16%) 
8 
(11%) 
10 
(13.5) 74 
4 Temporarily leave 
profession for a 
period of time and 
return in the next 10 
years 
57 
(77%) 
2 
(27%) 
9 
(12%) 
5 
(6.5%) 
1 
(1.5%) 
74 
 
 Teachers that are likely to leave the profession were asked to choose an influence 
that would base their decision to find other work.  40% or n = 25 of the responses 
indicated that retirement would be the main reason to leave the classroom.  17% or n = 11 
would leave the profession due to the fact that other job opportunities are available and 
16% or n=10 individuals will choose to leave based on family commitments.   “Other” 
answers were filled in and accounted for 5 individuals that stated that farming full time 
was in their future.  All other answers accounted for 5% or less of all answers and are 
listed in the chart below. 
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Table 4.23 Responses based on the questions and responses in Table 4.16 
Question: If you answered “somewhat likely” or “very likely” to any of your questions in Table 
4.16, which of the following is MOST likely to influence your decision to leave the profession? 
# Answer f % 
1 Retirement 25 40 
2 Other Job Opportunities 11 17 
3 Children and Family Commitments 10 16 
4 Other (please specify) 5 8 
5 Administrative Support 3 5 
6 Early Retirement 2 3 
7 Extended Day/Extended Year Standards and Expectations 2 3 
8 School Environment 2 3 
9 Student Demographics and Behaviors 1 2 
10 Salary 1 2 
11 Relocation 1 2 
 Total 63 100 
 
 Job satisfaction was evaluated with a collection of thirty-five statements that 
asked about administrative support, burn out, finances, and job expectations.  The Likert 
scale included options that ranged from “strongly disagree” to “strongly agree” and the 
question that got the highest response with a 4.24 average was the statement that said “I 
am satisfied with my job.”  The second highest response was the fact that teachers feel 
appreciated by their state staff at 4.14, next was the fact that they feel they are an 
effective teacher with 4.12 mean score.  The remaining statements that resulted in the top 
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ten answers were 4) Being assigned an appropriate amount of extra-curricular activities; 
5) Students are interested in what I teach; 6) I am provided appropriate administrative 
support; 7) I feel appreciated by parents for my work with students; 8) My long-range 
goal is to continue teaching this program; 9) I feel appreciated by my students for my 
work; and 10) The students in my program are well behaved.  The lowest average mean 
score recorded was “Even if I come into enough money so that I can live comfortably 
without working, I will remain in this position. 
Table 4.24 Teacher Appreciation  
# 
Question 
Very 
Unlikely 
Somewhat 
Unlikely 
Undecided Somewhat 
Likely 
Very 
Likely 
Total 
Responses M 
1 I am provided 
adequate 
administrative 
support and 
backing by my 
state staff 
4 6 8 31 31 80 3.99 
2 I feel appreciated 
by my state staff 
(regional chair and 
area teachers) for 
my work 
2 6 4 35 33 80 4.14 
3 I am assigned an 
appropriate 
amount of school 
activities (e.g., bus 
duty and/or 
lunchroom duty) 
4 10 9 38 20 81 3.74 
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Table 4.24 Teacher Appreciation continued 
4 I am assigned 
appropriate 
extracurricular 
activities (e.g., 
those that pertain 
to my program) 
2 2 7 46 24 81 4.09 
5 I am satisfied with 
this job 
0 2 9 43 27 81 4.17 
6 I am an effective 
teacher (able to get 
students to learn as 
desired) 
0 0 9 53 19 81 4.12 
7 My long-range 
goal is to continue 
teaching this 
program 
2 2 22 31 24 81 3.90 
8 I rarely feel that 
most other 
educators are more 
satisfied with their 
jobs than I am 
1 9 21 34 16 81 3.68 
9 I rarely feel 
vulnerable to 
criticism in my 
teaching 
4 12 21 31 13 81 3.46 
10 I seldom feel 
isolated 
5 14 11 41 10 81 3.46 
11 I feel appreciated 
by parents for my 
work with students 
0 4 11 49 17 81 3.98 
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Table 4.24 Teacher Appreciation continued 
12 Students are 
interested in what I 
teach 
0 2 8 54 16 80 4.05 
13 I feel appreciated 
by my colleagues 
for my work 
3 6 16 46 10 81 3.67 
14 I am provided 
adequate amount 
of administrative 
report and backing  
6 9 17 35 14 81 3.52 
15 I feel appreciated 
by my students for 
my work 
0 3 17 46 14 80 3.89 
16 The school’s 
facilities are 
adequate 
7 11 8 34 21 81 3.63 
17 My school has 
adequate supplies 
for my program 
11 9 12 36 13 81 3.38 
18 The administrators 
in my school are 
strong educational 
leaders 
5 10 20 26 20 81 3.57 
19 I feel 
encouragement 
from my 
administrators for 
my initiatives 
8 11 14 34 14 81 3.43 
20 The salary for this 
job is adequate 
6 12 12 42 9 81 3.44 
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Table 4.24 Teacher Appreciation continued 
21 Society has 
realistic 
expectations of me 
5 11 17 38 9 80 3.44 
22 The amount of 
preparation time 
required for this 
program is 
adequate 
4 22 14 37 4 81 3.19 
23 What is expected 
if me is realistic 
4 15 17 40 5 81 3.33 
24 I feel appreciated 
by my 
administrators for 
my work 
7 12 18 32 12 81 3.37 
25 The hours of this 
job are satisfactory 
4 20 22 30 5 81 3.15 
26 The materials at 
my disposal are 
adequate for the 
needs of my 
program 
7 18 16 34 6 81 3.17 
27 The equipment at 
my school is 
adequate 
4 19 13 34 11 81 3.36 
28 I seldom think of 
changing jobs 
8 13 13 31 16 81 3.42 
29 The student to 
teacher ratio in my 
classes is 
appropriate 
8 18 9 33 13 81 3.31 
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Table 4.24 Teacher Appreciation continued 
30 The students in  
my program are 
well-behaved 
1 7 14 46 13 81 3.78 
31 Teachers have 
appropriate 
professional status 
within society 
6 15 19 36 5 81 3.23 
32 Even if I come 
into enough 
money so that I 
can live 
comfortably 
without working, I 
will remain in this 
position 
18 14 17 25 7 81 2.86 
33 Adequate 
promotional 
opportunities in 
education exist 
7 26 21 22 5 81 2.90 
34 I seldom feel a 
sense of burnout 
11 18 20 25 7 81 2.99 
35 Appropriate 
students are placed 
in my classes 
9 21 16 33 2 81 2.98 
 
Objective 4: Determine the perceived busiest time of the school year for Kentucky 
agricultural educators 
Fifteen educators or 18% of teachers are not currently married.  The majority of 
agricultural educators choose summer months to get married since 29% got married in 
June and 13% got married in July.  46% of teachers recommend that teachers get married 
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in June or July and 18% recommend December. This is shown in tables 4.19, 4.20 and 
4.25.  
Table 4.25 Current Family Situation 
# Answer f % 
1 Married 66 81 
2 Never married 10 12 
3 Other 3 4 
4 Divorced 1 1 
5 Divorced/Remarried 1 1 
6 Widowed 0 0 
7 Separated 0 0 
 Total 81 100 
Other Responses 
Divorced with a significant other 
Engaged to be married 
 
Table 4.26 Month Participant was Married 
# Answer f % 
1 January 1 1 
2 February 1 1 
3 March 0 0 
4 April 3 4 
5 May 7 9 
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Table 4.26 Month Participant was Married continued 
6 June 23 29 
7 July 10 13 
8 August 4 5 
9 September 5 6 
10 October 5 6 
11 November 2 3 
12 December 5 6 
13 I am not married 13 16 
 Total 79 100 
 
Table 4.27 Month Recommended for Marriage for Agriculture Teachers 
# Answer f % 
1 January 5 6 
2 February 0 0 
3 March 0 0 
4 April 1 1 
5 May 6 8 
6 June 17 22 
7 July 19 24 
8 August 3 4 
9 September 2 3 
10 October 6 8 
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Table 4.27 Month Recommended for Marriage for Agriculture Teachers continued 
11 November 5 6 
12 December 14 18 
 Total 78 100 
 
On average, 34.5% or n=28 of Kentucky agricultural teachers have two children, 
24.6% or n=20 have one child and 30.8% or n=25 do not have children at all.  
Agricultural educators had children 107 children born throughout the calendar year, but 
the month with the highest frequency of births was April which accounted for 12% and a 
tie for the second highest months was May and July with 11 births each month 
representing 9% in May and July.  September and December each had 10 births or 8.5% 
each month.   Frequent births occurred during April, September, and October for 
agricultural teacher’s first child, but there is no clear pattern for child number two, three, 
four or five.  Considering the conception was nine months earlier, July, January and 
February were likely to be slow months and time was available for agriculture teachers to 
be with spouses.  When asked for recommendations on months during the year to plan for 
children, 18% recommended June and 17% recommended December.  14% suggested 
May and a tie with 13% recommended July and November.  Tables 4.28, 4.29 and 4.30 
show this information. 
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Table 4.28 Number of Children in the Home (full and part-time) 
# of Children f % 
1 20 25 
2 28 35 
3 5 6 
4 0 0 
5 1 1 
6+ 0 0 
0 25 31 
Expecting 2 2 
 81 100 
 
Table 4.29 Months Children in the Home were Born  
# Month Child 
1 
Child 
2+ 
f % 
1 January 4 4 8 7 
2 February 5 4 9 8 
3 March 3 1 4 3 
4 April 9 5 14 13 
5 May 5 6 11 10 
6 June 4 4 8 7 
7 July 5 6 11 10 
8 August 3 2 5 4 
9 September 8 2 10 9 
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Table 4.29 Months Children in the Home were Born continued 
10 October 7 2 9 8 
11 November 2 3 8 7 
12 December 2 6 10 9 
 Total   107 100 
 
Table 4.30 Month Recommended for Having a Child for Agriculture Teachers 
# Answer f % 
1 January 2 3 
2 February 2 3 
3 March 1 1 
4 April 6 8 
5 May 11 14 
6 June 14 18 
7 July 10 13 
8 August 0 0 
9 September 4 5 
10 October 4 5 
11 November 10 13 
12 December 13 17 
 Total 77 100 
 
Research participants were questioned on the amount of teaching experience they 
had when they had their first child.  42% of the responses indicated that they had 0-5 
 
66 
years of teaching experience and 20% had 6-10 years of teaching experience.  25% of the 
respondents do not have children. 
Table 4.31 Years of Teaching Experience After Having Children 
# Answer f % 
1 0-5 years 33 42 
2 I do not have children 20 25 
3 6-10 years 16 20 
4 I had children before I was hired as an agriculture teacher 6 8 
5 11-15 years 3 4 
6 Other 1 1 
 Total 79 100 
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Chapter Five: Conclusions 
Objectives 
The objectives for this study are the following: 
1. Describe the demographics of Kentucky high school agricultural educators. 
2. Describe the work and home life balance for Kentucky agricultural educators. 
3. Determine the level of job satisfaction among Kentucky agricultural educators. 
4. Determine the perceived busiest time of the school year for Kentucky agricultural 
educators. 
Chapter one includes the purpose of the study as well as the need for work-life 
balance for Kentucky agricultural educators.  Chapter two provides the literature review 
on job satisfaction, self-efficacy and work-life balance in general education as well as 
agricultural education.  The methodology for research is outlined in chapter three and 
chapter four provides the research findings for the study objectives.  This chapter will 
include conclusions based on the evidence found in the study and provide suggestions for 
future research on work-life balance for agricultural educators.   
The purpose of the study was to determine the work-life balance for Kentucky 
agricultural educators and find ways to assist teachers in balancing their occupation and 
family time and responsibilities.  Job satisfaction and retention are studied to find 
whether work-life balance is influenced.  Data was collected from an internet based 
survey that was distributed through email.  Data was collected in January and February, 
2016. 
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Summary of Findings 
1. Describe the demographics of Kentucky high school agricultural educators. 
All 248 agricultural teachers were contacted and 87 teachers responded, 47 males and 
34 females. The average age is 35 and 34.6% of teachers surveyed have 5 years of 
teaching experience or less.  81% of teachers are married and 28% have two children.  
49% of the teachers are a member of a two teacher department and 46% of teachers are 
responsible for 6 classes of instruction per day.   
2. Describe the work and home life balance for Kentucky agricultural educators. 
The objective was designed to understand a general week/school year for Kentucky 
agricultural educators.  Gathering information from teachers based on time and 
responsibilities at their job and at home provided insight for balancing each.  On average, 
Kentucky agricultural teachers work 52.79 hours per week teaching, preparing for labs 
and lessons, FFA activities, conducting SAE visits, maintenance of facilities, and 
reports/paperwork.  46% of teachers surveyed are responsible for teaching 6 classes per 
day and 64 teachers claimed a contract that fell in the range of 231-245 days.   Regular 
education teachers are typically employed on a 185-day contract in Kentucky.  
Generational shifts may assist in balancing work and home.  Gender roles are not as 
strong as they once were and males and females are likely to assist one another in inside 
chores and outside chores.   
24% of participants claim that they spend 21-30 hours per week contributing to 
family involvement and household responsibilities.  Household responsibilities were 
researched as a whole and gender was not considered.  Grocery shopping, meal 
preparation, and house work and laundry were the highest percentages for indoor 
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responsibilities.  Outdoor activities included yard work, and farm work.  Child care is 
significant when considering child care, transportation and homework.  Other obligations 
that were listed as “other” included bill paying, vehicle maintenance, graduate work, and 
assistance with family members.   
Overall, 69% of Kentucky agricultural educators claim that they can usually balance 
career and family, but it is difficult at times.  Top barriers to effectively balancing career 
and family are FFA activities and evening meetings.  Resources that help agricultural 
teachers balance work and home included an understanding spouse, family and friends, 
and a helpful co-teacher.   
3. Determine the level of job satisfaction among Kentucky agricultural educators 
Overall, job satisfaction is prevalent in Kentucky agricultural teachers.  The 
likelihood of teachers staying in the career of teaching agriculture is high.  40% or n=25 
teachers plan to leave the profession when there are eligible for retirement and teachers 
are satisfied with their job, based on mean scores on a Likert scale that determines job 
satisfaction.  Teachers feel appreciated by their administrators, state staff, students and 
parents.   
4. Determine the perceived busiest time of the school year for Kentucky agricultural 
educators. 
Marriage and children are main contributors to home responsibilities and are often 
planned for slow times during the school year.  81% of Kentucky agricultural educators 
surveyed are currently married and 34.5% of teachers have two children.  Teachers 
recommend June or July for planning a wedding date and recommend May, June or 
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December to plan to have children.  Only 2% of Kentucky agricultural educators have 
been divorced. 
42% of the agricultural teachers had children within the first five years of their 
teaching career and 20% of Kentucky agricultural teachers had 6-10 years of experience 
before expanding their family. 
Conclusions 
1. Describe the demographics of Kentucky high school agricultural educators. 
One third of the agricultural teachers who responded are in their first five years of 
teaching agriculture.  Although the researcher expected young teachers to participate 
verses seasoned teachers, the data shows that our teaching community is younger than 
anticipated and since other studies show attrition in this age group, Kentucky could face 
an agricultural education teacher shortage sooner rather than later.    
The researcher was very surprised to see the number of agricultural teachers that were 
married, which accounted for 81%.  Even more so, only 2% of the individuals completing 
the survey have been divorced.  Despite the long hours, overnight trips, and meetings 
Kentucky agricultural teachers are happily married.   
2. Describe the work and home life balance for Kentucky agricultural educators. 
 The researcher was surprised to find that agricultural teachers in Kentucky work 
similar schedules.  Several of the tables show a significant majority in areas of extended 
days, hours spent per week on specific job responsibilities and classes taught per day.   
The researcher is also surprised that although more males than females participated in 
the survey, household chores were the highest average for home responsibilities.  This 
may show that male and female counterparts are working together to share roles at home 
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versus segregating chores based upon gender.  Overall, 69% of Kentucky agricultural 
teachers consider their ability to balance family and work to be difficult at times, they can 
mostly manage.  The researcher is surprised by this large majority considering the levels 
of stress that are expressed on a qualitative level throughout the survey.   
3. Determine the level of job satisfaction among Kentucky agricultural educators. 
In the survey instrument, Kentucky agricultural teachers were asked to complete 35 
statements on a range of “very likely” to “very unlikely.”  The fifth statement read “I am 
satisfied with this job” received the highest mean average with 4.17.  The researcher was 
pleased to see that this simple statement connected with other parts of the survey 
including the fact that teachers feel that the can usually maintain work-life balance.  Also, 
40% of the teachers that plan to leave the profession will wait to do so when they are 
eligible for retirement.   
4. Determine the perceived busiest time of the school year for Kentucky agricultural 
 educators. 
 The researcher is surprised by the large majority of Kentucky agricultural teachers 
that are married, which is 81% based on the fact that 35% of teachers are in their first five 
years of teaching. Another surprise is the fact that 41% of these teachers had their first 
child in the first five years of teaching.  The researcher assumed that recommendations 
would be made to plan life events such as marriage and having children during the 
summer months, but did not expect December to be in the top three choices for either 
category considering all the holiday gatherings and festivities.  Work expectations are 
definitely slow, but managing a family is heightened with all of the family expectations 
for dinners and parties.      
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Limitations 
 Limitations to this study include the set-up of the survey instrument and how data 
was gathered.  The researcher would include more ranges so that data is already grouped 
and easy to compare.  Cross tabulations would be included to be able to compare work 
life balance among gender as well as work life balance among new teachers and 
experienced teachers.   
Recommendations 
The following recommendations are provided to strengthen agricultural education in 
Kentucky and increase work-life balance. 
It is recommended that an update to the Kentucky FFA website would assist 
Kentucky agricultural teachers with work and home balance.  Since there are very few 
resources for CDE’s, which takes up a large amount of time for teachers, this resource 
would decrease the amount of time it takes for agricultural teachers to research exams, 
practicum’s, and prompts.  New teachers may not have experience in the contest and our 
state association should be able to provide resources for educators like other surrounding 
state association websites.   
FFA contests take up a large amount of time for Kentucky agricultural teachers.  It is 
recommended that teachers decrease the number of contests that they teach.  In order to 
do this methodically, contests should be aligned with courses.  For example, if a chapter 
is currently competing in the Floriculture contest at the Kentucky State Fair, but do not 
offer classes with floriculture or horticulture content, then the chapter should not 
compete.  In other words, a prerequisite for a contest should be that the students are in a 
pathway that represents that contest and the content covered in the contest.  Kentucky 
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agricultural teachers could impose self-stress in regards to FFA contests by trying too 
many contests.   If a new contest or obligation is adopted, say “no” to something else so 
that work is not piling up and interfering with family time. 
In order to maintain job satisfaction, we must find the missing link among Kentucky 
agricultural teachers’ perceived ability to balance career and family and the fact that 
teachers are most likely to leave the profession in the first five years of teaching.   
Also, new teachers should set limits before entering their first year of teaching to 
avoid burn out.  They should decide what they can achieve and try not to start too many 
contests, events or commitments until they have time to master the classroom before 
stress runs them out of the classroom.  New teacher workshops are provided, and a 
session could include information on how much time should be spent on CDE’s so that a 
new teacher are aware of the commitment and do not drown themselves in work.  The 
Kentucky Department of Education professionals who specialize in Career and Technical 
education can assist with this training.   
Kentucky agricultural educators are contracted year –round versus a shorter contract 
of 185 days like regular teachers.  The researcher recommends scheduling a “sacred 
period” for agricultural teachers.  The “sacred period” would be scheduled window twice 
a year that state contests, camps, conventions and meetings are intentionally avoided so 
that agricultural teachers can schedule events that affect their home life including a 
wedding, planning for children, vacations, etc.  This scheduled time off could alleviate 
stress and support families.  The Kentucky High School Athletic Association (KHSAA) 
adopted this practice for young athletes so that families and coaches get a break and can 
take time off for various activities without missing practices and games. The researcher 
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recommends this “sacred period” at the individual level as well.  For example, choose a 
day of the week that there are no FFA activities scheduled so that the agricultural 
educator can make plans for family time.  On this chosen day of the week, inform co-
teachers, students and staff members that the individual is not available for FFA 
practices, activities, phone calls, text messages or emails because that time is set aside for 
family.  The researcher stresses the importance of family time and encourages 
agricultural teachers to make time for movie nights, picnics, dinners and other activities 
without the interruption of work responsibilities.     
The researcher recommends placing new teachers with an experienced mentor that 
has similar lifestyles (marital status, children, classes taught) to provide guidance for 
balancing family and work.  This can be achieved by taking volunteers for mentoring and 
pairing up new teachers at a New Teacher Workshop that is led by the Agricultural 
Education Consultants at the Kentucky Department of Education.  Perhaps the mentor 
and mentee will schedule a specified number of visits per year or per semester to catch 
up, share teaching material, and work to eliminate job stress.   
Teaching agricultural education is not only a job, it is a way of life.  Promoting work 
life balance is important to maintain healthy spousal relationships. It is recommended that 
young, single agricultural educators take marriage seriously and they prepare future 
spouses for the commitments that this profession entails.  Choosing the right spouse is 
instrumental in being able to balance work and family.    
It is recommended that Teacher’s Conference and Winter PD become more family 
friendly.  First, it is brought to the researcher’s attention that teacher’s Conference used to 
be hosted at Kentucky State Parks.  These venues are family friendly and encourage 
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agricultural educators to include their families on the three-day professional development 
obligation.  The current venue is in downtown Louisville and lacks appeal to young 
families and their spouses.  Alternating state parks allows for new experiences and 
teachers would have more time with their families after leaving them for camp, 
convention, fair week and WLC.  Also, the researcher recommends a date for Winter PD.  
The Monday after Christmas is not conducive to families.  Traveling to visit relatives out 
of town, preparing meals, hosting guests, and cleaning/organizing after the holiday is 
stressful, and the timing for winter PD should be evaluated.    
Implications 
The purpose of this study is to find an understanding for balancing work and home.  
With the recommendations provided above, implications are described to improve 
agricultural education in Kentucky. 
Stress in the career often stems from FFA activities, especially when considering 
Career Development Events (CDE's).  The competiveness of FFA culture imposes self 
stress and teachers feel that they must try every contest to keep up the image of being 
competitive.  This implication of self stress results in putting our careers first and our 
families second.  The researcher recommends updating the Kentucky FFA website could 
minimize time spent researching resources from other State Associations.  New teachers 
are guilty of attempting as many CDE's as possible to provide activities for students and 
satisfy administration with the expectation of being an involved FFA chapter.  The 
website could include past state practicums, exams, identification tools, and pictures that 
are content specific.  Agriculture teachers that train teams to compete in the same contest 
year after year generate an arsenal of materials, but new teachers do not have that luxury. 
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Losing agricultural teachers can strain the school systems in a number of ways.  
Hiring new staff is time consuming and expensive and programs often lose momentum 
when a new teacher is introduced to a department on a regular basis.  Teachers with 
experience and longevity in the classroom gain so many skills, relationships, and rapport 
within a school system and agricultural education program.  Finding ways to keep 
teachers satisfied with their career and enjoying time spent in the system will strengthen 
Kentucky's agricultural education departments. 
June and July are highly recommended to plan for significant life events such as 
marriage and having children, but there are several activities that happen during summer 
months including State FFA Convention, FFA Camp, and summer professional 
development.  Creating a period of time similar to the “dead period” for high school 
athletics could potentially relieve scheduling conflicts for agricultural teachers who feel 
guilty about missing family activities during busy times of the year.  Avoiding contests, 
camps, conventions, and holidays would be difficult at the state level, but could give 
agriculture teachers a break so that they can manage responsibilities with family as well.   
There are 248 Kentucky agricultural teachers employed as of 2015-2016 school year 
and it is likely that there are several teachers that pair up well based on interests, 
backgrounds, classes taught, and personal similarities.  Recommendations for pairing up 
individuals could be one of two options.  First, the new teacher could continue working 
with their cooperating teacher that they were paired up with during their semester of 
student teaching, as long as this was a positive relationship.  Second, a mentoring 
program within regions could add another experienced resource for a new teacher to lean 
on when stress and time management are likely to make a negative impact on work-life 
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balance.  This recommendation is not intended to add work to the mentor, and face-to-
face meetings are not required in order to support new teachers.  Being available via 
email, phone or text is acceptable and maintaining a relationship based on curriculum, 
scheduling and recruiting may encourage work life balance for new teachers.   
Working to improve work life balance will not only benefit current agricultural 
teachers, but will encourage new teachers to enter the career.  There is a shortage of 
agricultural educators in the United States and current educators are obligated to recruit 
new, enthusiastic teachers to continue agricultural education for future generations.   
Recommendations for Research 
This study should be conducted in state associations to determine if there are 
trends and similarities among all agricultural educators.  This study is viewed as a pilot 
study for a national project so that all states can be reviewed and trends can be identified 
in hopes to alleviate barriers in work-life balance for agricultural teachers across the 
nation.   
The survey instrument should be amended to include more ranges and useable 
data versus open-ended options to enable fast results and the ability to cross-reference 
data.  For example, when asked to list the number of days in a teaching contract, an 
option of ranges should be included so that data is easy to group versus having to do so 
yourself with allowing teachers to fill in specific numbers only.   
It is recommended that research be conducted based on agricultural teachers who 
have families versus those who do not and research levels of stress and job satisfaction.  
Teachers with families and children have more responsibilities reported at home and 
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barriers with balancing.  Gender could also play a role in job satisfaction and the 
likelihood of staying in the profession until retirement.   
A study based on marriage in agricultural education should be conducted.  Only 
2% of Kentucky agricultural educators have been divorced.  A comparison among 
agricultural educators and teachers of other subjects would be interesting to assess 
whether or not the duties and responsibilities of a year-round agriculture teacher versus a 
185-day contract teacher makes a difference on work life balance or job satisfaction or 
teacher retention.  Kentucky agricultural educators made it very clear that their 
spouse/partner understands the demands of the job and a study that investigates this topic 
could decrease divorce rates.   
Conclusion 
In conclusion, the study represents agricultural educators in Kentucky and 
explores the ability for teachers to balance work and home.  The study was based on 
Bandura’s Self Efficacy Theory and self efficacy is one’s perception of how they can 
complete or master a task or expectation.  If agricultural educators feel that they are 
successful in the classroom, job satisfaction is increased and they are likely to stay in the 
profession until retirement.  
 The studies objectives included are work life balance, the level of job 
satisfaction, the busiest time of the school year and general demographics on teachers in 
the state.  The responses indicate that agricultural educators can usually balance work and 
home with the help of spouses/partners and great co-teachers, that they are currently 
satisfied with their job and that June, July and December are the most flexible times 
during the school year.  The average age of the Kentucky agricultural educator is 35 and 
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there are more males than females employed in agricultural education in Kentucky.  81% 
of the teachers are married and 42% have two children.  Their workload is most likely a 
240-day contract and they teach 6 classes per day.  Kentucky agricultural teachers are 
likely to work until retirement and feel stress often, but can usually manage.  This study 
represents Kentucky agricultural teachers in the 2015-2016 school year.    
Agricultural education must reinforce the importance of work life balance to 
retain agricultural educators as well as encourage new teachers in the profession.  
Agricultural educators are obligated to recruit new teachers and reinforce the fact that this 
profession provides for our families and the youth of this nation and can continue to 
provide for generations to come. 
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APPENDIX B 
INFORMED CONSENT FORM for RESEARCH 
Work life balance of Female Agricultural Educators in Kentucky 
Kendra Horn Rowland, Researcher 
Dr. Rebekah Epps, Assistant Professor 
The Agricultural Education Program of the Community and Leadership Development 
(CLD) Department at the University of Kentucky College of Agriculture, Food and 
Environment would like to invite you to participate in a research study.  The purpose of 
this study is to determine the demographics of Kentucky agricultural educators and 
investigate work life balance in agricultural education.    
Your participation in this study is voluntary. You have the right to be a part of this study 
and skip any questions that you do not feel comfortable answering.  You may also 
choose to stop participating at anytime.  There is not a guarantee of personal gain or 
benefit and there is minimal risk to you for completing the survey.  If you do not 
understand any part of the questionnaire, it is your right to consult with the researcher at 
anytime.   
If you agree to participate, please complete the attached confidential survey instrument.  
Your participation in this study allows the CLD Department and researcher to investigate 
more about teachers in agricultural education and consider options to improve the career 
field for all teachers. 
The researcher will be conscious of which participants have filled out the survey for 
follow-up purposes.  A follow up email and link will be issued seven and fourteen days 
after the initial contact as a reminder to complete the survey.  Names will remain 
confidential and remain separate from data collection.   
Please contact Kendra Horn Rowland at 1124 Moberly Road, Harrodsburg, KY 859-613-
2585 or Dr. Rebekah Epps at 708 Garrigus, Lexington, KY 859-257-3275with any 
questions or concerns.   
 
Consent to Participate: 
“I have read and understand the above information.  I have received a copy of this form.  
By completing this survey, I agree to participate in this study with the understanding that 
I may withdraw at any time.” 
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APPENDIX C: COVER LETTER INVITATION 
 
To:  [email] 
From:  Kendra.rowland@mercer.kyschools.us 
Subject:  Work life balance of Agricultural Educators in Kentucky 
Body:  [FirstName], 
     
The Agricultural Education Program in the Community and Leadership 
Development (CLD) Department would like to involve you in a research 
study.  This study will allow the profession to develop programs to 
improve work life balance for Kentucky agriculture teachers.  
The purpose of this research study is to determine work life balance of 
agricultural educators in the state of Kentucky while exploring self-efficacy 
in the classroom and looking into demographics and the perceived busy 
season. There has been a minimal amount of research completed in 
Kentucky on work life balance.  Your contribution to this study will help 
retain current agricultural teachers, promote more professionals into the 
career field, and your contributions to this study are extremely important 
in our research and efforts. 
 
 
Thank you in advance for your responses and all that you do for Kentucky 
Agricultural Education! 
 
Kendra Horn Rowland 
Graduate Student 
University of Kentucky 
 
Rebekah B. Epps, PhD 
Assistant Professor 
University of Kentucky 
 
Please be aware, while we make every effort to safeguard your data once received from the online 
survey/data gathering company, given the nature of online surveys, as with anything involving the 
Internet, we can never guarantee the confidentiality of the data while still on the survey/data gathering 
company’s servers, or while en route to either them or us. It is also possible the raw data collected for 
research purposes may be used for marketing or reporting purposes by the survey/data gathering 
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company after the research is concluded, depending on the company’s Terms of Service and Privacy 
policies. 
If you have questions about the study, please feel free to ask; my contact information is given below.  If 
you have complaints, suggestions, or questions about your rights as a research volunteer, contact the 
staff in the University of Kentucky Office of Research Integrity at 859-257-9428 or toll-free at 1-866-400-
9428 
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APPENDIX C: COVER LETTER DAY SEVEN 
 
 
To:  [email] 
From:  Kendra.rowland@mercer.kyschools.us 
Subject:  Reminder for Work-Life Balance Survey 
Body:  [FirstName], 
   
   
Seven days ago you received an invitation to participate in a research 
study.  This study will allow the profession to develop programs to 
improve work life balance for Kentucky agricultural teachers.  I have 
received several responses to the survey sent to all agricultural teachers 
in Kentucky, but would love to have your contribution.  The data of the 
study will be more accurate if I can get feedback from all professionals in 
the state and each viewpoint is important.  Please consider taking a few 
moments to fill out the survey at the following link: 
 
 
Thank you again for your support and time invested in Kentucky 
agricultural education! 
 
Kendra Horn Rowland 
Graduate Student 
University of Kentucky 
 
Rebekah B. Epps, PhD 
Assistant Professor 
University of Kentucky 
 
 
 
 
 
Please be aware, while we make every effort to safeguard your data once received from the online 
survey/data gathering company, given the nature of online surveys, as with anything involving the 
Internet, we can never guarantee the confidentiality of the data while still on the survey/data gathering 
company’s servers, or while en route to either them or us. It is also possible the raw data collected for 
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research purposes may be used for marketing or reporting purposes by the survey/data gathering 
company after the research is concluded, depending on the company’s Terms of Service and Privacy 
policies. 
If you have questions about the study, please feel free to ask; my contact information is given below.  If 
you have complaints, suggestions, or questions about your rights as a research volunteer, contact the 
staff in the University of Kentucky Office of Research Integrity at 859-257-9428 or toll-free at 1-866-400-
9428 
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APPENDIX C: COVER LETTER DAY TWENTY-ONE 
 
 
 
To:  [email] 
From:  Kendra.rowland@mercer.kyschools.us 
Subject:  Reminder for Work-Life Balance Survey 
Body:  [FirstName], 
   
   
Please consider taking time to complete the survey regarding work-life 
balance for agricultural teachers in Kentucky.  This information applies to 
all Kentucky agricultural teachers regardless of their age or marital status.  
Each of your viewpoints is instrumental in studying the balance of our 
career and families.   
 
I currently have ____________ % of our teachers responding and I have 
a goal of receiving a greater percentage.  I am interested in your input 
and all the other voices in our great state.  Please consider following the 
link below to participate: 
 
I would like to get all responses in by _________, but this will be my final 
contact email.  Thanks for all that you do to educate the youth of 
Kentucky and being a voice in agriculture!   
 
Kendra Horn Rowland 
Graduate Student 
University of Kentucky 
 
 
 
 
 
Please be aware, while we make every effort to safeguard your data once received from the online 
survey/data gathering company, given the nature of online surveys, as with anything involving the 
Internet, we can never guarantee the confidentiality of the data while still on the survey/data gathering 
company’s servers, or while en route to either them or us. It is also possible the raw data collected for 
research purposes may be used for marketing or reporting purposes by the survey/data gathering 
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company after the research is concluded, depending on the company’s Terms of Service and Privacy 
policies. 
If you have questions about the study, please feel free to ask; my contact information is given below.  If 
you have complaints, suggestions, or questions about your rights as a research volunteer, contact the 
staff in the University of Kentucky Office of Research Integrity at 859-257-9428 or toll-free at 1-866-400-
9428 
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